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HENORANDIM FOR:  Deputy Director of Central Intelligence
‘ F. W. M. Jamey o
Director of Persommel

SUBJECT : Allocation of Supergrzde Ceiling Allawances to
; the Career Services .

s

FROM

‘1. Action Reguested: Approval of recosmendation. .

- 2. Background: The Carcer Services have recently been instructsd
to prepare promotian plans under the new suidelines of the wniform
rpromotion system. Ope major cause of uncertainty in their plaming is
the requirement to establish supergrade provoticn targets without an
advance determination of what their supergrade ceiling allavances are

or will be.

- The ileads of Career Service know the total mmber of established
supergrade pasitions they have and on a monthly basis are informed by
02 of their portion of these positians that are "'Fillable' as a ratio
of the Agency’s authorized supergrade ceiling as approved by QAB--which
is fewer than the mmber of adjudicated supergrade positions on the
tables of organization. T

- Under amrent Agency policy, however, the Career Services are not
forrally allocated a portion of the Agency's supersrade cetling .
allowances. Supergrade promotions are approved by the Director and
are conirolled in the context of the Agency at-larce ceiling.

The Career Services, however, are now required to plan for
specific mubers of supersrade promoticons within their fiscal year
pramotion plan, but have no basis to arrticipate how many praxtions
they cm expect to be approved. This introduces uncertainty into the
SUCCessor progression associated with the flow of supergrade promotions.’ |
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3. Sraff Position: ‘There are alteymative means of establishing
the basis or starcirg point for the aliccaticn of supergrade cedling
allowances to the Career Services. ‘

(a) The first alterpative would be based on the axrent
position Vaccounting” metbpdology and involves the principle of
providing each Carser Servics an equal percentage of the mxber of
n£i11abla" supsrgrade positions on its own tables of  organizaticn.
Ths percentags woeuld be deternined by the xrates of supergrade ceiling
in the Agercy to the QuTent MLDEr of supergrade positians curreatly

. Inder this method the total pumber of establisbed supergrade
positions would not be reduced and the mmber of Ufillable" supergrade
positicns would be automatically adjusted as new supergrade positions
were added or positions were eliminated or reduced below supergrade
level. .

Service conld estzblish the relative
T supergrade positions would be
int in tirme. Thls alternative

The Hesds of Carser
priovities as to which of thel

. encurbersd by supergrades at auy po
would provide the Heads of Career Sarvice with o allowance for wiich
uld establish their amual supergrade

thay would be accountapla; they co
incunbency and promotion targets, md could develop their prorotion
recommendatims to the DCI within the limits of the headroom avallable

" to their own Caresr Service.

(b) The second option invo
strength. It would establish the supe
Service proporticnate to total strengtit.
from the hierarchical, substantive and programmatic basis on which
current established supergrade positicns have ard spould have been
classified and justified. It would result in serious reductions of
allowances in the DCI area, the DO and MEAC with iocreases in the

DA and DOSET.

(c) A third opticn would imvolve the establishment of a
rodest 1CIL “reserve’ of supergrade allowances to perait LCI allocations
for futurs contingency roquirsments with the rTeraining supergrade
allowances allocated to the fIive Careser Sarvices on the basis of the
pethodology outlined in opticn (a) (i.e., witinout eliminating any
properly classified and established superzrade positicas).

rprade allowance in each (areow
This ap vould depaxt
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: () A fourth option would involve the establishment of a
ICI Vreserve’ of supergrade allowances and distxibution of the
rerpaining allowances to the five Caxeer Services cn the basis of
opticn (a) methodology. Once allocations are mede known, the mmber
of supergrade positions on the tables of organization would be reduced
to the approved supergrade ceiling., These excess positions (which
would be retained at the grade G5-15 level) would be identified by the
3 As

Beads of Carser Service and appraved for reductiem by the DCI. :
the Heads of Career Service could transfer

relative prioritiss changed,
supergrade status among positions previcusly adjudicated at the
smerg;mda level or to new positions. In no case, however, could the

"mumber of established supergrade positions exceed the Caraer Service

allocamn.
‘ Both (b} and (d} approaches, while simplifying accounting,
would present a potential problem in defending externally the Agency's
autnorized supergrade ceiling. Historically, ths Agency has had a
streng arpvent in previous issues with 0B in defending our supergrade
ceiling by being able to show that the actual mmber of classified
supergrade positions representative of organizational and programwatic
requirements exceeded the lower mmber of supergrade celling allotted
by G.B to the Agancy.

{e) The tabla attached displays the surergrades arraysd
accoxding to arTent positions ard on-duty strength and the allocations
wnich sould resule frm alternatives (a), (b}, (¢}, and (d}.

(f) The alternatives (a) and {c) above wenld jgrmvlae a
basis for supergrade allocations to the Directoratss and would adhere
to the current Agency policy of retaining all positions classified at
the sv.xperg:rade level cn the tables of organizatiom but limiting

encumpencies to the GB approved szqgergrada celling. Both options (a)
and (b), however, would result in a distuxsement of the total Agency

supergrade ceiling to the five Career Services. OCotions (¢} and (d)
would instituts a partial disbursement of the Agercy surergrade

celling to the Career Services but would offer the r.dva:rrtage of & nm-
distribut=d portion of the supergraau ceiling held in a ''reserve’ for

use by the DCI in meeting new recpurcsmts or other contlingencies
without forcing 1‘°d33t1‘lbu'tlm of the Career Services allcwances.

Opticn (b), based uptm a simple statistical relatianship to
the size of the Carcer Service would result in a dishurserent of
supergrade ceilling totally disproportionate to requirements for
coverage.
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4. Recommendations:
() It is recammended that the proposals contained in

option (c) be adopted.
- (b) That the DCI promlgate a supergrade pbsition ceiling
allacation in advance of each fiscal year, making adjustments as may

be required after budget reviews and endeavoring to maintain such
contimity in supergrade allocation as would stprort pramotion plaming

within the Career Services.
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